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ABSTRACT 


Recruitment and Selection is one of the key HR activities. Where qualified job applicants who 
have the right set of knowledge, skills, abilities and other characteristics that makes the applicant 
well deserving of taking on a particular job (Person-job-fit) and in addition to these, there is a 
congruence between the organization and the individual values (Person-Organization-Fit) are 
recruited into the organization. As a result, this study focus on the Effect of 
Virtual/Electronic/Online Recruitment and Selection on organizational performance. In this study 
various literatures were reviewed to answer the research question and the research objectives. We 
discussed various concepts under this study such as recruitment and selection, what is meant by 
online recruitment, types of online recruitment. Under the types of online recruitment, we did a 
review on various types such as using games to recruit (Gamification). Where organizations 
programmed virtual workplace to mimic the real-life work environment and job applicants will 
participate in it as players and the players who has best score and with behaviours that well fit 
the organizations and the job are selected to take on the actual job. There is also Social media 
platform as a type of online recruitment. Under this section we limit our study to LinkedIn and 
Facebook. Study found that LinkedIn is used by most organization because they see it as a 
professional recruitment platform where it profiles are designed to look like cover letters or 
resumes, rather than simply listing member’s hobbies and interests (Zide et al.,2014). Facebook 
as the world largest SNS can reach millions of applicants and is cost effective and then again, 


organizational websites are also used as a type of recruitment when it is design properly and is 


able to attract the attention of the prospective job applicants. The study concluded with 


recommendations and limitations of the study. 


Keyword: Organizational Recruitment, Recruitment and Selection, Organizational Performance, 


Gamification, Social Networking Site. 
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CHAPTER ONE 


1 INTRODUCTION 
1.1 Background of Study 


Since the mid-1990s, the trend of recruiting new workers into large companies has 
changed significantly. This change is largely due to the rapid advancement of Internet-based 
technologies that allow and promote communication (Douglas and Weiner, 2009). E-recruitment 
systems have seen an explosive expansion in the past few years (De Meo et al., 2007) allowing 
HR to reach a large number of people at a low cost (Evanthia and Athanasios, 2012). The use of 
Software as a Service (SaaS) as a form of a web application is increasingly used by 
organizations. In most cases, the applicant tracking system (ATS) is used to electronically 
process candidate job applications and company job vacancies. The ATS allows HR to search for 
keywords for positions and qualifications from a database of resumes submitted online through 
their system (Evanthia and Athanasios, 2012). 

According to (Douglas and Weiner 2009), for technology-based recruitment and 
selection, there were a whole lot of factors behind the adoption of new tools and processes: 
labour conditions during the economic growth and businesses trends where non-core activities 
were outsourced towards automation or outside vendors, the development of new electronic 
technologies, and the availability of scientific methodologies to collect information and predict 
employee effectiveness and long-term fit with the organization. 

Generally, companies or corporations have strategies that serve as a scope for their 
operations. All functional areas also designed strategies to align with corporate strategies. The 


Human Resource department is no exception in terms of aligning business strategies to corporate 


strategies. Companies may decide on their mission (what the organization exist to achieve) and 
the vision (what the organization wants to achieve) goals and objectives, get the financial 
strength to make strategies feasible, acquire the machinery to achieve goals and objectives, but 
more importantly, the human resource department decides on the people to implement its 
organizational strategies, policies and achieve goals and objectives. Organizations strive to get 
the right number of people, at the right place at the right time to achieve organizational 
objectives. 

The success of every organization hugely depends on its human capital. This study seeks 
to assess the role of online recruitment and selection on organizational performance. 


1 .2 Statement of Problem 


Online recruitment and selection is an HRM activity that makes use of a range of 
automated tools and technology to find, retain, and hire potential employees (Lee, 2011). Most 
Organizations in our part of the world, other things being equal, use the only physical means of 
reaching applicants nationwide that is how come "who you know" has become the president of 
recruitment and selection. Also, the world is moving to more technology than before which 
means organizations who are masters of the manual way of recruitment and selection methods 
are more likely to fall out due to intense competition technology brings. 

"Job seekers are increasingly relying on social networks and dedicated applications to 
find jobs. Some employees and temporary workers ask to have remote video interviews, sign 
their contracts with their smartphones, and get paid electronically. Young talents are 
hyper-connected and accessible in virtual spaces that recruiters struggle to invest in. This 


discrepancy between the technologies used by recruiters and candidates can explain partially 


why supply and demand have difficulty meeting each other" (Carrillat et al., 2014). Although 
there is a lot of literature on E-Recruitment, only a few of such studies talk about the effect of 
online recruitment and selection on organizational performance. Hence this study is to give a 
comprehensive study on the effect of online recruitment and selection on organizational 
performance. 


1.3 Research Objectives 


The general objective of the study is to examine the effect of online recruitment and 

selection on organizational performance. 
The specific of the study is: 

1. To examine the role of social media in recruitment and selection. 

2. To examine the role of gamification in recruitment and selection. 

3. To examine the role of organizational website in recruitment and selection. 

4. To examine the role of applicant tracking system in recruitment and selection. 

5. To examine the relationship between online recruitment and organizational performance. 


1.4 Research Questions 


1. What is the role of social media in recruitment and selection? 

2. What is the role of gamification in recruitment and selection? 

3. What is the role of organizational website in recruitment and selection? 

4. What is the role of Applicant tracking system in recruitment and selection? 

5. What is the relationship between online recruitment and selection and organizational 


performance? 


1.5 Significance of the Study 


The entire world is undergoing a shift from transactional and the normal traditional 
Human Resource practices (focus on HR programs, like selection, compensation and 
performance appraisal) to transformational Human Resource practices (HR activities that adds 
value to the organization) (Michael J. Kavanagh, Mohan Thite and Richcard D. Johnson,2015). 
This means that organizations that can utilize this shift enjoys a competitive advantage. 

For years, organizations relied solely on traditional (Paper-based recruitment) for talent 
hunting. For about two decades now, there has been a paradigm shift and transition from 
traditional recruitment to the use of electronic recruitment or the combination of both traditional 
and electronic recruitment, but the use of e-recruitment keeps increasing as new software 
emerge, making e-recruitment obvious to Human Resource Management (Salifu, 2019). 

This study provides some of the importance of online recruitment and selection to an 
organization. 

Also, this study gave a short comparison between online recruitment and the traditional form of 
recruitment practices in an organization 

This study also provides researchers with detailed information about online recruitment. 

Lastly, this study provides managers with knowledge on the cost-effectiveness of recruiting new 
staff online. 


1.6 Scope of the Study 


This study covered the effect of online recruitment and selection on organizational 
performance. It elaborated on the various types of E-Recruitment and the importance of 
E-recruitment to organizations and then again explained the effects that employing candidates 


can have on the organization's performance. 


However, the most important thing about this study is that it has no restriction in terms of 
jurisdiction because the study has no restriction to any continent, country, region or district. Also, 
this study does not have any restrictions in terms of demography. Hence this study does not 
considers factor such as age, sex, population or income. Also, this study outlines some key 


1.7 Brief Overview of the Methodology 


The research questions guided the research methodology. The literature used for the study 
was searched for a key database like Google Scholar, Science Direct, ProQuest, Research Gate 
using key search terms such as Online recruitment, E-Recruitment, Electronic recruitment, 
E-Recruitment and traditional recruitment, online recruitment and traditional recruitment, 
Electronic recruitment and traditional recruitment E-Recruitment VS Traditional recruitment, 
Online recruitment VS Traditional recruitment, Effect of online recruitment on organizational 
performance, Importance of Online recruitment and selection among others. The research 
questions of this study were answered by reviewing printed books, blogs, websites, magazines, 
published and unpublished articles in journals. 

The published articles were from popular journals as follows; International Journal of 
Academy Information Systems Research, Journal of World Business (2), Journal of Business 
Research, Journal Technological Forecasting and Social Change (2), Journal of Business 
Strategy, Journal of Service Management, World Conference on Information Systems and 
Technologies, Internet Research (2), IEEE Transactions on Systems, Man, and Cybernetics-Part 
A: Systems and Humans, Researchers World, The Journal of Decision Maker, Family Relations: 


An Interdisciplinary Journal of Applied Family Studies, World Applied, Sciences Journal, 


Employee Relations Today, International Journal of Engineering and Advanced Technology, 
International Journal of Research in Management Economics 

Technovation, SA Journal of Human Resource Management (2), Decision Support Systems, 
Journal of Transnational Management, International Journal of Selection and Assessment, 
International Journal of Education and Research, Global Journal of Human Resource 
Management, Global Journal of Management and Business Research, International Journal of 
Intercultural Information Management, Management, Journal of Occupational and 
Organizational Psychology and Employee Relations. It should be noted that the numbers in the 
bracket indicate the number of articles that were used for this study that was published in the 
same journal. It should also be noted that the method used for the selection of the articles used in 
this study was unbiased. As mentioned earlier in this subsection that keywords were used to 


search for the articles therefore the article has the possibility of equally being selected. 


1.8 Organization of the study 


This study is systematized into three (3) main chapters. Chapter one deals with the 
introduction of the study where it talks about: the background of the study stating the problem of 
the study as well as the research objectives and research questions, the significance of the study, 
stating the scope of the study, the methodology used for in the study, a brief overview of the 
study and finally the organization of the study. 

Chapter two reviews the relevant literature on the subject matter and defines key 
concepts. The Chapter further deals with the empirical review of the literature that was used for 
these studies and the theoretical review of our study. In this chapter we also designed a 


conceptual framework designed form the review and a hypothesis was from the findings. 


And finally, chapter three also examines the discoveries that came out of the study as well 
as recommendations and conclusions of the study. In this chapter we further discuss the 
theoretical implications of this study as well as the practical implications. The chapter finally 


concluded with the limitations of the study. 


CHAPTER TWO 
LITERATURE REVIEW 


2.0 Introduction and overview 


Human Resource Management has long been recognized as a critical component of a 
company's overall performance, according to both academics and practitioners. Although 
recruitment and selection are only one aspect of human resource management, it is critical to the 
organization's performance because it is the means for acquiring human capital. Without a doubt, 
a company's most significant asset is having the proper workers and skills (Sinha and Thaly 
2013). The idea of a "talent war" isn't new; it was first mentioned in 1998. (Chambers, et al., 
1998). As a result, one of the most crucial predictors of organizational effectiveness is an 
organization's capacity to attract and retain top talents (Armstrong, 2006). 

A competency gap occurs when a company's workforce lacks the necessary skills to do a 
task, owing to a lack of education and training (Michaels et al., 2001). Therefore, Chambers, et 
al., 1998 believed that in the end, there are a variety of factors that contribute to organizations' 
struggles to recruit and retain competent people. These factors are combining to drive a fierce 


talent war between businesses. The ‘battle for talent was born out of the exponential growth in 


demand for scarce skills and the strong rivalry that ensued to attract the brightest and most 
qualified people. Those companies who stand out in terms of their recruitment, development, and 
retention strategies are the ones that prosper in the long run (Al Ariss, Cascio and Paauwe, 2014; 
Schlechter et al., 2014; Tarique and Schuler, 2010). Managers are therefore increasingly 
understanding that having the right workers in the right roles to execute their strategy is critical 
to their success (Stahl et al., 2007). The world is going E-now and everyone must follow suit, 
especially HR (Abdul-Latif, Boateng, and Eneizan, 2019). Hence, this chapter deals with the 
relevant literature in the recruitment field specifically in E-Recruitment. In this chapter, we 
explained some key concepts in the recruitment field and we did an empirical review on the 
E-Recruitment where we reviewed various types of E-Recruitment, the importance of 
E-Recruitment, the effect that E-Recruitment can have on the organization's performance, the 
limitations of E-Recruitment and finally a comparison between traditional recruitment and online 


recruitment. 


2.1 Key Terminologies 


The terminologies studied are mainly Recruitment and Selections, Online Recruitment, 
Gamification, Social Networking Sites (SNS), and Applicant Tracking System. These terms have 


been explained as well as there with the relevance of our study. 


2.1.1 Recruitment and Selection 


Recruitment and selection are twin activities, in that, Selection cannot be done without 
having some applicants to consider for the vacancy. That is to say, that Selection has a high level 
of dependency on Recruitment; attracting a pool of unqualified applicants can result in hiring an 


unqualified applicant. 


Baber (1998) defines recruiting as "those processes and activities done by the business 
with the primary objective of identifying and attracting potential employees". Recruitment and 
selection are critical human resource processes launched by the business where the constant 
balance act is to locate and keep excellent workers that suit the needs of the job and the firm. The 
main aim of recruitment and selection is to obtain a quality and the qualified number of 
employees at the minimum cost to satisfy the human resource needs of the company 
(Armstrong,2006). For this reason, in the words of MacCarthy-Kuffour (2013) top-performing 
organizations devoted considerable resources and energy to creating high-quality selection 
systems. 

The practice of attempting to discover and persuade potential applicants to apply for 
current or prospective employment opportunities is known as recruitment (Compton, 2009). 
According to Saviour et al., (2016) recruitment is a series of activities used by a company to 
attract prospective job seekers with the necessary skills and attitudes. Recruitment in the context 
of human resource management pertains to the acquisition and purchase of applicants that are 
qualified and appropriate for a company, organization, or position in a company. This strategy 
usually entails locating and utilizing several sorts of media to attract a pool of skilled job seekers 
through friends, the newspaper, and other methods of recruiting executive search, LinkedIn, and 
Facebook adverts (Abdul-Latif, Boateng and Eneizan, 2019). 

Selection begins right where recruitment ends. The ultimate goal of selection is to choose 
the best candidate(s) for the job (Foot and Hook, 2011). Selection is a strategy for determining 
the best-qualified candidate for a job based on the individual's knowledge, skills, and abilities in 


comparison to the job requirements (Barber, 1998). Thus, selectors attempt to match candidates 


to job requirements and make predictions as to how well those candidate(s) will fit within the 
organization and as well as their performance when they are given the position (Foot and Hook, 
2011). The Authors discussed some key activities to be performed in other to reach these goals 
(1) gather as much relevant information as possible through various assessments/tests, (2) 
organize and evaluate these results (3) make predictions/forecasts on their future performance if 
they are given the job and (4) finally, judge whether these candidate(s) is/are qualified, ready and 
has what it takes to occupy the said position(s). Basically, research provides traditional and 
online recruitment and selection as the two main types of recruitment and selection process. 


2.1.2 Comparison between Traditional Recruitment and Online Recruitment 


Sills, 2014 made a comparison between those who apply for a job through the traditional 
Recruitment methodology thus; finding a job through newspapers, employment offices, 
temporary agencies, and help wanted posters and those who apply for jobs using online 
recruitment methods such as applying for a job at the company's website, Facebook, LinkedIn 
has a vast difference. In his study, about 80% of participants have applied for jobs using the 
traditional method whereas only 32% of the participants have applied for a job using the online 
recruitment channel. 

Traditional recruiting is known as a consequent batch process however the online 
recruitment is described as a continuous process in which all tasks of recruitment are performed 
concurrently. Online Recruitment is made by a combination of centralized job databases and a 
variety of web-based software solutions. When compared to traditional recruiting the online 
recruitment saves time and money, resulting in increased productivity, efficiency and 


effectiveness (Rahul, 2012). 
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2.2 Online-Recruitment/ E-recruitment 


The term, online recruitment, e-recruitment, cyber recruiting, or internet recruiting 
according to Vistal, Patil and Patil, (2012) imply the formal sourcing of job information online. 
Also, Saviour et al., 2016 define recruitment as a form of recruitment that "uses web-based tools 
such as a firm’s public internet site or its intranet to recruit staff. The processes of e-recruitment 
consist of attracting, screening and tracking applicants, selecting, and offering jobs or rejecting 
candidates". In the definition of Lee 2011, E-recruiting is a hiring process that utilizes a variety 
of electronic means and technologies with the primary purpose of identifying, attracting, and 
selecting potential employees. 

E-recruitment technologies are web-based technologies that assist recruiters and job 
candidates in completing duties more rapidly and effectively by automating recruiting procedures 
and delivering the information needed to make accurate decisions (Lee, 2011). Career websites, 
applicant tracking systems, job search agents, prescreening/self-assessment tools, talent 
management systems, streaming videos, candidate relationship management systems, and social 


media are just a few of the technologies available. (Lee, 2011). 


2.2.1 Types of Online Recruitment 


2.2.1.1 Hiring talent through the use of games/ Gamification 


Games are designed to analyses the cognitive abilities of prospective employees. This 
allows the organization’s HR departments to use information from the players (prospective 
employees) of the game to measure a player's rational, logical, analytical, sequential (left brain) 
and intuitive, creative, proactive and relational (right brain) abilities (Allal-Chérif and Makhlouf, 


2016). These abilities would help identify certain traits, skills, behavior and personalities of each 
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player which would aid the organization in selecting the best player (applicant) when it comes to 
person-job-fit and well as person-organizational-fit. The game places talented individuals in an 
immersive virtual universe that allows the recruiters to evaluate their skills in a more qualitative 
approach to recruitment (Allal- Chérif, Aranega and Sanchez, 2021). 

Although the games provide entertainment it is also designed to provide some level of 
distraction for the players (Allal- Chérif and Makhlouf, 2016) to aid recruiters in making 
decisions on which player can stay focused on the tasks given to them to complete. That being 
said, some candidates who have mastery in digital technologies can manipulate these 
technologies to influence the results in their favour (Allal- Chérif, Aranega and Sanchez, 2021) 
so recruiters also have mitigating factors in place. A Practical case was studied by Allal- Chérif 
et al., 2021, which is Reveal from L'Oréal a video game aimed at students and graduates. Its 
primary purpose is to assist users in learning about the multinational's culture and organization 
while immersing them in its environment. Hundreds of employees and three full-time human 
resources professionals were deployed for 18 months to develop Reveal so that the virtual 
environment reflects the group's reality as closely as possible, incorporating every aspect of its 
complexity, organization, culture, values, and history. 

According to the Authors, to acquire points and advance in the world rankings, players 
engage with the avatars of 35 non-player characters who ask them questions and challenge them. 
A team of business professionals and video game designers created scenarios worthy of the best 
online role-playing games, incorporating many enigmas. Some solutions are based on indices 
that necessitate extensive research. Players learn how the following firm activities interact: 


purchasing, logistics, production, marketing, sales, research and development, human resources, 
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and finance. All of these tasks necessitate product expertise, tailored know-how of certain 
procedures, and a know-how-to-be that manifests itself in spotting possibilities, managing risks, 
teamwork, decision-making, and the execution of more-or-less ambitious initiatives (IBID). 

The authors also affirm that the game evaluates the candidates’ technical talents as well as 
their ability to apply what they've learned in a virtual professional environment that mimics the 
real world. This academic approach is supplemented by a more empirical approach that includes 
tests to determine whether candidates are compatible with the company's culture and values, 
capable of communicating effectively with colleagues and leading a team, sensitive to weak 
warning signals of an event, and have a global vision and a sustainable and responsible 
perspective. As a result, the most successful players are those who adopt the best game 
behaviours rather than those who have acquired the greatest knowledge. (IBID) 

Reveal, in addition to being at the Centre of L'Oréal's employer branding strategy, aids in 
the identification and recruiting of the best young people in all of the company's markets. With 
over 21,000 registrations before its introduction in January 2010, Reveal has established itself as 
a serious game of reference with unquestionable appeal for candidates from the world's top 
schools, owing to a dedicated Facebook group. (IBID) 

In the first year, just 4500 of the 70,000 players who began the game's adventures 
completed them. A total of 3300 trainees were shortlisted, with 185 being employed. The game 
is required in some nations to aid in the orientation and selection of large numbers of 


applications that cannot be reviewed by human recruiters. (IBID). 


2.2.1.2 Hiring through Social media platforms 
a. LinkedIn 
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According to Allal-Chérif et al. (2021). LinkedIn is a professional social networking site that 
was created in California in December 2002, 15 months before Facebook, officially launched in 
2003 and was purchased for $26 billion by Microsoft in 2016. The site boasts 530 million 
members in 200 countries, with about 200 million active monthly, and runs on a freemium 
model: membership and basic services are free, but further features need a subscription. 
Members fill out an online career form and share their professional experiences, 
accomplishments, employers, projects, and contacts. On LinkedIn, fifty million profiles are 
visited every day. LinkedIn is a valuable tool for executives, entrepreneurs, and freelancers who 
want to increase their visibility and digital credibility. 

‘The Authors also argued that members of LinkedIn can create cross-organizational 
communities of practice for specific professions, industries, or activities. Members can compare 
and contrast project possibilities. They can also look for job openings and co-opt one another. 
LinkedIn members have access to over 10 million job openings as well as information on the 
companies they want to work for. Members can look over job postings and learn about the 
missions and locations presented, as well as income levels, contact information, the firm's 
performance and highlights, and plans. Since 2011, it has been possible to apply for a job directly 
through LinkedIn, using one's profile as a CV. Allal-Chérif et al. (2021). LinkedIn differs from 
other social networking sites in that its profiles are designed to look like cover letters and 
resumes, rather than simply listing members’ hobbies and interests (Zide et al., 2014). Members 
can also receive employment offers suited to their profiles via email, and they are notified of the 
firms and other organizations that have visited their profiles, whether they are actively seeking or 


merely open to prospects. Allal-Chérif et al. (2021). 
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Also according to the Authors Allal-Chérif et al. (2021), through the dedicated portal 
LinkedIn Recruiter, headhunters can utilize LinkedIn to locate talented people to hire. With 20 
distinct filters and Boolean operations, the platform's search engine identifies suitable hires based 
on their qualifications, talents, and experience. Recruiters can use InMail to send the news to 
their subscribers, make announcements, build a pool of potential candidates, identify those who 
are truly interested in their business, create an ideal profile, recommend specific talents to 
colleagues, and contact targeted members who are not in their contacts. According to LinkedIn 
Statistics, a job posting is seen around 500 times on average and receives more than 50 
applications. From a complete customized history of the exchanges in LinkedIn Pipeline, the 
recruiters manage the candidatures, or the responses of the potentials contacted. 

Moreover, the researchers found that over 18 million enterprises have an official 
institutional page on which they showcase their operations, culture, and values. They use 
arguments like testimonials from employees who explain why they enjoy working for this 
company to boost their employer brand and attract talented individuals from all over the world. 
Videos and hypertext links can be used to improve the company's presentation and make it 
appear more welcome and appealing. Recruiters can accumulate statistics on their subscribers 
and visitors to identify the types of people who visit their company page Allal-Chérif et al. 
(2021). One of the key reasons for LinkedIn's higher level of use among social networking sites 
appears to be because it is perceived by the public as virtually exclusively for creating 
professional contacts, as opposed to Facebook and Twitter, which are more general social media 
platforms (Zide et al., 2014). Indeed, the employment and recruitment industry is the one with 


the most LinkedIn connections (Darrow, 2017). According to Houran (2017), LinkedIn is largely 
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used in the recruitment of candidates for important management jobs at the senior (87%) and 
middle management (80%) levels, while it is rarely used for entry-level roles (8 percent). 

Even though all three of these social media platforms are employed in the sourcing 
process, they are used in various ways. LinkedIn is commonly used for job postings, candidate 
searches, and contacting and vetting candidates (Jobvite, 2014). Recruiters and human resource 
experts prefer LinkedIn to Facebook for recruitment because they believe the former is more 
productive (Nikolaou, 2014). LinkedIn, according to recruiters, provides the most insight into 
individuals' employment history, education, years of experience, and how they promote 
themselves (Zide et al., 2014). Most HR professionals see LinkedIn as an effective online 
recruitment tool and have less spam as compared to its competitors like Facebook, Twitter and 
Instagram. Also will receive a greater and a better response rate when interacting with these 
prospective applicants. As more users create professional profiles on LinkedIn, it is expected to 
grow extremely important in the online recruitment process (Abdul-Latif, Boateng and Eneizan, 
2019). 

Koch, Gerber, and DeKlerk (2018) identified one of the core advantages of LinkedIn is 
that it is used more for identifying possible candidates than as a stand-alone tool in the sourcing 
process. Following the identification of a potential candidate on LinkedIn, different other 
websites are used to locate contact information and verify the information. 

Nikolaou, 2014 argued that a strong link has been discovered between LinkedIn use and the 
ability to locate and recruit passive prospects. 


b. Facebook 
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Facebook is the largest networking site having participants of about 2.3billion monthly 
active users worldwide, which is about one-third of the world population with over 65 million 
businesses utilizing Facebook Pages and over six million marketers actively marketing their 
businesses on Facebook, it's a very safe pick if you want to have a social media presence (Lua, 
2021). In the third quarter of the year 2020, Ghana had Facebook as one of its popular social 
networking platforms, with 71 percent of its internet users mentioning it (Sasu, 2021). This 
means businesses that can establish a strong Facebook presence have access to a large pool of 
people to recruit from. 

To conclude, there is evidence that recruiters and businesses are discovering that using 
social media can help them find and approach more and better applicants faster and at a lesser 


cost than traditional recruitment approaches (Armstrong, 2006; Singh and Sharma, 2014). 


2.2.1.3 Hiring Through Organizational Website 


Employers are increasingly using their websites as a method for recruiting, and websites 
are an inexpensive way of conveying a considerable way of a job opening to recruit qualified 
employees (Breaugh, 2009). Organizations should consider the following when using their 
website as a source for attracting and recruiting qualified applicants; 

1. Attracting the Attention of potential applicants: the targeted people must be studied 
carefully, and media to attract them must also be carefully revised. An organization is more 
likely to attract more youthful applicants when linked in, Facebook and other electronic means 
are used. But when the target group is more people working in other companies already, these 


media may not attract them since they are already working. 
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2. Generating applicants’ interest to apply to fill a vacancy: stirring up an applicant’s 


desire or interest to apply depends on two things which are; 


a. Position attractiveness 


b. Increased expectation of Job offer. 


3. Provide an easy way to post a resume and notify applicants that their resume has been 


received (Breaugh, 2009). 


Figure 2. 1 A Pictorial Representation of the E-Recruitment Process 
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2.2.1.4 Applicant Tracking System 


An applicant tracking system (ATS) is an IS designed to support each task of the 
recruiting process (Lee, 2007). An applicant tracking system (ATS) aids in the organization of 
candidates for hiring and recruitment. Businesses can use these systems to gather data, organize 
prospects based on their experience and skill set, and filter candidates. An applicant tracking 
system is currently used by more than 90% of Fortune 500 companies. While these systems are 


great for keeping candidate data, the top ATS systems can also track all candidate 
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communications. This makes it simple to search and filter resumes and other candidate data, 
reducing time-to-fill and ensuring that employers hire the best people for the job (Hudson, 2021). 

The recruitment process involves several tasks, but the current study proposes to use face 
recognition to identify applicant duplication while shortening resumes. Recruiters and hiring 
managers face a challenging and costly process in finding the best candidates for a certain job. 
Gathering job applications, storing candidate profile resume, checking the status of each 
candidate in the recruiting process, generating requested information for decision-makers, and 
disseminating the information to other human resource management systems are all functions of 
an applicant tracking management subsystem. A Web-based search engine that examines the 
applicant database for keywords, phrases, or natural languages is the foundational technology for 


applicant tracking (Lee, 2007). 


2.3 Importance of Online Recruitment 


According to Dutta, 2014, while social media can provide recruiters with a variety of 
sourcing options and have a significant impact on how recruitment functions within 
organizations, it should not be mistaken for a whole recruitment strategy. Rather, it is only a 
component of a company's recruitment strategy. It may be claimed that the recruitment process 
has shifted from being primarily sequential to being primarily parallel. Social media tools are 
utilized to enhance traditional sourcing techniques in the latter process, giving recruiters access 


to the highly sought-after passive applicant pool (Joos, 2008) to turn them into active candidates. 
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2.3.1 Time Efficiency 


It is quicker and easier for all firms to conduct a background check and get extra 
information about the applicant's personality and interests. (Abdul-Latif et al., 2019). All 
incoming applications are received and handled automatically through an e-recruitment system, 
as the tasks of sorting and processing job applications in e-recruitment organizations have been 
automated. Applicants are alerted of application receipts instantly and rejected candidates are 
told of prescreening findings even before openings are formally filled, thanks to automated 
e-recruitment tools, resulting in speed and efficiency in the process (Salifu, 2019). 

E-recruitment provides the opportunity for recruiters to instantly post ads on the 
company, job site, or any social networking handle for hundreds of applicants to apply at a time 
within moments and it’s also very cheap. Furthermore, E-Recruitment allows for instant 


real-time interaction and 24x7 hiring/job search activity (Khillare and Shirsale, 2017). 


2.3.2 Cost-Effective 


Organizations utilizing online recruitment have a cost advantage over the organizations 
that are still using transactional recruitment methods. This is understandable considering that 
posting ads on the internet is generally free, whereas placing a job ad in a newspaper, for 
example, comes at a cost, which may be rather substantial (Brandão et al., 2017). Khillare and 


Shirsale, 2017 stated that online recruitment is less expensive than traditional recruitment since it 
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reaches a larger number of people and eliminates the need to print and deliver advertisements. 
The authors further say that many job portals now offer significant incentives and discounts in 
exchange for job postings on their sites, as well as a variety of services to job seekers thus further 
reducing the cost of online recruitment. 

The development of a system for properly managing financial resources under tight 
budget limitations for recruiting setup and staffing cost reduction is a significant benefit of 
e-recruitment adoption (Lee, 2011). Job postings on the Internet are much less expensive than in 
newspapers, magazines, and other forms of print media. If a viewpoint is linked to a Website on 
social media, such as Facebook can even make marketing a stance an essentially free exercise for 
companies. 

Jobseekers can browse job specifications, submit their CVs, apply, and be followed on the 
company's website (Sabha, 2018). An example of the cost-effectiveness in e-recruitment can be 
related to the case of Reveal from L'Oréal provided by Allal-Chérif et al. (2021) where in the 
first year, 4500 of the 70,000 players who began the game's adventures completed them. A total 
of 3300 trainees were shortlisted, with 185 being employed. When doing a background check or 
exploring for additional information about an applicant Social Networking Sites (SNS) allows 
for easier and more cost-effective recruitment and fast filling of vacancies (Abdul-Latif et al., 
2019). 

As Dworkin et al., 2016 identified, one of the benefits of the digital era for researchers is the 


ability to recruit participants quickly and inexpensively. 
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2.3.3 Reduction in Administrative activities 


Online recruiting also allows for a significant reduction in paperwork as well as the 
ability to provide candidates with feedback immediately, this does not only help applicants but 
also protects and enhances the integrity of the company or organization (Brandão et al., 2017). 
Also, candidates’ curriculum vitae (CVs) and resumes can be saved and structured in digital 
databases, allowing them to be selected for a specific employment opportunity. This makes it 
easy for HR experts to do their jobs. Compared to traditional recruitment, one of the most 
frequently lauded advantages of internet recruitment is the capacity to reach out across 
geographical boundaries. This means that it can reach a large number of individuals in a matter 
of seconds. As much as organizations are advantageous in this way, applicants are also 
advantaged to have a pool of organizations to apply to (Brandão et al., 2017). 

Employers have been compelled to move their recruitment efforts entirely to virtual 
platforms, and it required a global pandemic to overcome their greatest fear of the recruitment 
function (Patton, 2021). Requesting for feedback from applicants who navigated a website 
whether it was easy to navigate or complex. The difficulty in navigating an organization's 
website can affect the number of applicants who apply. Requesting feedback can help the 
organization improve upon the level of difficulty in navigating the website (Breaugh, 2009). 
Khillare and Shirsale, 2017 Further stated that for the better management and control of the 
recruitment process, recruiters or organizations who decides to recruit online should insert filters 
such as location and residential address of the applicant which can be used to screen, shortlist, 


filter and reject candidates that have applied for the jobs. This can reduce the cumbersomeness of 
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the recruitment process since only qualified applicants' CVs and information will be processed 


for consideration by the recruiter and those that are not qualified will be automatically rejected. 


2.3.4 Reach of global or international knowledge and skills 


Using SNS at any given time gives you access to a larger pool of applications. In light of 
this, SNS allows for easier and more cost-effective recruitment and fast filling of vacancies 
(Abdul-Latif et al., 2019). Khillare and Shirsale, (2017) Assert that candidates nowadays do not 
limit themselves to a single geographic place or firm if better opportunities exist. They have a 
proclivity for job hunting and changing employment at will, as well as keeping their resumes up 
to date. They have various job and company registrations and are available for further positions. 
Because the internet is available on every continent, a business can utilize e-recruitment to 
contact a large number of potential candidates all over the world, boosting the chances of hiring 
highly qualified and skilled workers. Candidates who have access to computers and the ability to 
use them are the ones who are targeted for online recruitment. E-recruitment systems entice 
candidates with better achievement, drive, and perseverance levels to apply for employment in 
companies since they are likely to attract applicants who are highly educated, can use the internet 
and are looking for relatively high-level jobs. Recruiting businesses can also choose from a 
broad applicant pool, allowing them to be more discriminating in their hiring. As a result, the 
adoption of e-recruitment by an organization leads to enhanced connectedness among 


organizational departments and managers, as well as organizational reinvention (Salifu, 2019). 
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2.3.5 Reach of passive job seekers 


Companies reach potential and passive job seekers If they utilize these platforms 
effectively (Abdul-Latif et al., 2019). Electronic recruiting also allows recruiters to reach out to a 
new group of candidates: passive job seekers. This also reflects a current trend among today's 
workforce: they are far more mobile and knowledge-focused, and maybe less loyal and devoted 
to a company (Kinder, 2000; Salifu 2019). 

Putting aside the motivations of job hunters, passive job seekers frequently exhibit attractive 
profiles with high potential. Another obvious benefit of e-recruitment is that, due to the 
widespread availability of the internet, passive job seekers who are not actively and seriously 
looking for work may end up expressing interest in applying for job postings online if they 
believe the job offers appealing working conditions, such as high pay or working from a location 


that is ideal for them. (Dhamija, 2012; Salifu 2019). 


2.4 Organizational Performance 


Palacios-Marqués, D., Gallego-Nicholls, J.F. and Guijarro-Garcia, M., 2021 in their study 
found out that, online social networks play an important role in companies by positively 
influencing organizational performance.(Organization’s ability to adapt to environmental 
changes enhances organizations performance by giving them a competitive advantage over their 
competitors). An organization’s performance is said to be high when the objective and the goals 
are met. Measurement of Organizational performance encompasses three specific areas of firm 


outcomes: (a) financial performance (profits, return on assets, return on investment, etc.); (b) 


25 


product market performance (sales, market share, etc.); and (c) shareholder return (total 
shareholder return, economic value added, etc.) (Richard, et al., 2009).. 

From the study of Gopalia, A., 2012, It has also been shown that online recruitment is helpful in 
terms of giving businesses a competitive advantage by improving their market image and 


attracting better prospects. 


2.5 Conceptual Framework and Hypotheses Development 


Based on the discussion above, a model is proposed (figure 2.2) to depict the hypothetical 


relationship among the variables in the study. 


Online Recruitment and Selection Model 


AMIFICATIO 


SOCIAL MEDIA 


ORGANIZATIONAL 
WEBSITE 


INDEPENDENT VARIABLE DEPENDENT VARIABLE 


Figure 2. 2 A Conceptual Model of Online Recruitment and Selection and Organizational 
Performance. 


2.5.1 Hypotheses Development 


Gamification and Organizational Performance. 

Serious games have radically changed the practices of HR departments and have 
improved their performance in terms of recruitment (Allal- Chérif and Makhlouf, 2016) by 
recreating work environment and spaces where candidates who will participate as players will be 
confronted with an artificial intelligence which will challenge them, analyze their behavior, and 
interact with them in a non-player characters (Yannakakis and Togelius 2015; Allal-Chérif et al., 


2021). 


H1: There will be a positive relationship between gamification and organizational performance. 


Social Media Recruitment and Selection and Organizational Performance 
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Social media facilitates the recruitment of top job prospects (Carrillat et al., 2014). 
Recruitment via social media also create as avenue where organizations can contact passive job 
seekers who are not actively looking for job but are professionals and are open for a job ( 
Sivertzen, et al., 2013). Carrillat et al., 2014 further noted that, employees recruited through 
social media have a better response for cognitively challenging tasks. That means when 
employees are recruited using social media platforms they will have the tendency of performing 
well in the organization. 

H2: There will be a positive relationship between social media recruitment and selection and 


organizational performance. 


Organizational website and organizational performance 

Electronic recruitment can help improve an organization's image as an employer in the 
eyes of job searchers (Salifu, 2019).With the rise of global competition, an organization's 
capacity to attract outstanding employees has become increasingly important (Thomas and Ray, 
2000). If a company does a good job of creating their job offer and website page, it will attract 
more job searchers, allowing the employer to choose from a larger pool of candidates (Kerrin & 
Kettley, 2003). Having the right employees and talents is without a doubt a company's most 
valuable asset (Sinha and Thaly 2013). This means that organizations are not limited to a certain 
number of people to hire, but instead have access to a far broader pool of candidates to choose 
from. 
H3: There will be a positive relationship between organizational website recruitment and 


selection and organizational performance. 
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Applicant Tracking System and Organizational Performance 

Palvia, et al, 1992, presented the concept of ATS architecture for recruiting, while Lee 
proposed adopting a process focused perspective in applicant tracking systems. (Lee, 2007; 
Laumer et al, 2014). The Applicant Tracking System make it easier for hiring managers and 
Human Resource Managers to work together to find the best candidate for the job (Laumer et al, 
2014). 
H4: There will be a positive relationship between applicant tracking system and organizational 


performance. 


2.6 Conclusion 


This chapter discusses the related literature on online recruitment and selection. Based on 


the literature, a model was proposed and hypotheses were developed. 


CHAPTER THREE 


CONCLUSION AND RECOMMENDATIONS 
3.1 Conclusions 


This study provides an in-depth review of the term E-Recruitment and selection. The 
purpose of the study was to examine the effect that online recruitment can have on an 
organization’s performance. Our focus on this study was to review the main types of online 


recruitment and then again the importance of online recruitment as well the limitation of online 
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recruitment based on the review of various pieces of literature and then make a conclusion using 
these findings. 

Firstly, using games to recruit applicants cannot just give an advantage in terms of access 
to a larger pool but then it also allows the recruiters to have a brief idea of the applicants thinking 
capacity. As Allal-Chérif, and Makhlouf, 2016 put it, the left brain of the player (in this case the 
prospective job seeker) is responsible for the rational, logical, analytical and sequential 
behaviour of the applicant. While the right brain is responsible for the creative, intuitive, 
proactive and relational behaviour of the applicant. Hence based on this the organizations can 
program the game to fit the characteristics of the role performed when the job is awarded to the 
applicant. These will provide a greater advantage to the company over its competitors since there 
is a close relationship between the same person's thinking faculty when engaging in the virtual 
game and the overall thinking of the person himself. Hence this will provide an opportunity for 
companies using gaming as a source of recruitment to have a greater chance of recruiting 
applicants based on person-job-fit and person-organization-fit. This is because the job 
description and the job specification has been done when that applicant competes in the virtual 
game which is a mimic of the real-time job description and job specification. 

Although using games to recruit comes with a lot of advantages, it goes without saying it 
has its disadvantages. For example, the cost of programming a game is quite expensive therefore 
bringing a disadvantage to small and medium-sized companies and even large organizations still 
think that programming a game just for recruitment is too expensive hence not worth their time. 
But although it's expensive today to program a game, it might become less expensive to program 


it soon which will be a great contribution to the HR field. 
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Secondly, Social networking sites are chosen over organizational websites when employing 
internet recruiting techniques. According to research, publishing an ad in the popular press or on 
a company's website has a low likelihood of attracting qualified candidates (Phillips and Gully, 
2012). This is because these adverts seem to attract mostly active individuals, resulting in a tiny 
and limited candidate pool. The usage of social media platforms for recruiting is gaining traction 
as the number of users on social media grows (Dutta, 2014; Singh and Sharma, 2014). (This is 
described as follows: only active job seekers visit organizational websites to look for vacancies; 
passive and semi-passive members are less likely to do so). Organizations can use social 
networking sites to advertise job openings to a wide range of people all around the world, 
whether or not they are currently employed and are seeking employment at the moment or not. 

Kinder 2000, forecasted that Intermediaries successful in using the Internet will have 
accumulated expertise based upon the physical delivery of search/find services and may operate 
via a general portal site for each sector or region. Those intermediaries which flourish will offer 
job seekers tools, rich information, interactive and anonymous expert counselling and advice at 
high speed and low cost. But now these are all things in the past technology has evolved to the 
point where there is real-time software and applications are used for video communicating 
synchronously. Software’s and applications such as Zoom, Skype, Jitsi Meet, Slack, BlueJeans, 
Whereby, Google meet, GoToMeeting, Microsoft Teams, U Meeting, Lifesize, Cisco Webex 
Meetings and a lot to mention but few. 

LinkedIn as a source and a tool for recruitment is widely used around the globe. This 
provides companies who have official LinkedIn accounts to be able to post their job vacancies on 


their official LinkedIn pages. Hence LinkedIn is one of the most prominent sites for recruiters 
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and job seekers to engage with one another. The LinkedIn profile serves as a cover letter for 
applicants so organizations can use it as a basis for shortlisting and selecting qualified applicants. 

Facebook is one of the largest social networking sites. Due to this, we made mention that 
Facebook used for job advertising can access a large pool of applicants within the shortest 
possible time. 

Kinder 2000, made known that passive job seekers are attracted to the organization when 
they recruit online because these people are the least loyal to the organization they work with so 
they are likely to apply for the job opening. The advantage of this is that, these applicants have 
ransom experience and it takes less effort to train them to be able to adapt to their new 
environment because they have ample experience from their previous job. For any employer who 
wishes to employ online, measures must be put in place to ensure job satisfaction which in turn 
will lead to retention, because most of these applicants have the urge for adventure and 
exploration. Nevertheless, when an organization can truly utilize these employees effectively it 
will be advantageous since these jobseekers have diverse backgrounds and have worked with all 
kinds of people from different cultural backgrounds. 

LinkedIn recruiting tools focus on discovering prospects and networking online, whereas 
Facebook and Twitter recruiting tools focus on employer branding, a key part of engaging 
candidates,’ Hunt (2010) found. 

Thirdly, when organizations hire through their websites they can have the most 
cost-effective form of online recruitment. However, the website should be designed to attract the 
attention of the job applicants. Also, it should be easier to navigate through the website used for 


the recruitment. Another requirement is that the website should be able to provide feedback and 
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notification to the applicants who submitted their CCV through the organization’s website. One 
important distinction between Organizational websites and social networking sites is that the 
organization’s websites usually exist for applicants to explore whereas social networking sites 


bring job notices to applicants in their comfort zone. 


3.2 Recommendations 


For organizations to gain the upper hand or to make the maximum use of their 
organization’s website or E-Recruitment platforms and software, they have to increase their 
involvement in sponsorship programs and events on these social media and online platforms to 
increase their popularity and brand image of the organization. Carrillat, d’Astous, and Grégoire 
(2014) propose that managers seeking to gain a recruiting edge through their social media 
presence should use online messages that stimulate more active processing and that have high 
entertainment value since this leads to more favourable responses toward the employer. These 


messages should insist more on the brand than on the event that is sponsored. 


Almost everything is going Techno now therefore although most organizations are not 
using virtual gaming as their main source of recruitment technology keeps evolving so for HR 
practitioners to be in touch with this, they have to learn how to programmer and design games so 
as not to be passive when the time comes. Also, games cannot just be used for only recruitment 
purposes but if reprogrammed appropriately it can also be used for other HR activities such as 
Human Resource Planning, Employee Engagement, Information Sharing and Compensation and 
Benefits. All that needs to be done is that HR expects to redesign the software of the game to be 


able to meet the requirement of the HR activity that is being undertaken at a time. Also, 
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Universities should run programming courses for Business Administration students especially 
HR Students as a compulsory course to be completed so as not to be vulnerable to risk losing 


their jobs. 


3.3 Theoretical implications 


Attracting the attention of the people you want to recruit is vital to the success of a 
recruitment campaign (Breaugh, 2009). Before this one or two decades, organizations relied on 
traditional recruitment methods such as paper based job postings, internal hiring and word of 
mouth to bring new people on board because the taste for online was not built by members of 
that era. In previous recruiting approaches, social media was unheard of (Quinn, 2018). Now, 
more than 60% of the world’s total population is online, which means that 6 in 10 people around 
the world now use internet (Kemp, 2021). This means that the taste of members of this era has 
shifted from the paper way of doing things to an online way of doing things, making the 
traditional way become less effective. If organizations would want to attract people to work with 
them, based on this report, it is more strategic that they move from the normal traditional way of 
attracting candidates (applicants) which includes the paper-based-job posting and the referrals to 


a virtual, specifically, online to recruit or to attract applicants. 


When a restriction is placed on one method, it impedes on innovation and growth. The 
traditional methods of recruiting restricted recruitment activities to human input in terms of 
conducting and feeding back and following up on hiring activities, sourcing and attracting 
candidates in filling job positions (Quinn, 2018). Given the above, the larger the number of 


applicants, the slower the recruitment process. And if organizations would want to review all 
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applications manually within a time frame, there is high possibility of negligence and omission. 
With all this in mind, the evolution of the internet provides a solution to this problem by 
providing various online avenues to have quick application review and tracking applicants. It is 
quicker and easier for all firms to conduct a background check and get extra information about 
the applicant's personality and interests. (Abdul-Latif et al., 2019). 

Again Quinn, 2018, argues that the traditional methods of recruitment, since it relies on 
human opinion have the tendency of suffering from unintentionally biased recruitment decisions. 
Some of these decisions affect the validity of the recruitment process. Innovative technology 
solutions (online interventions) can help companies screen and filter job applications, reducing 


the danger of a biased hiring decision (Quinn, 2018). 


Online recruitment methods serves as a reinforcement to previously practiced traditional 
recruitment methods. The methods for advertising and sourcing applicants were confined to 
paper-based and word-of-mouth strategies. Much of this can now be done quickly and easily via 


social media, allowing you to reach a much bigger audience (Quinn, 2018). 


3.4 Practical implications 


In terms of time and duration, any of the types of online recruitment and selection 
mentioned in this study, is time efficient. As Khillare and Shirsale, 2017 noted, it can provide a 
real-time interaction and a 24/7 recruitment activity. Hence interviewer do not need to schedule 
their interviews at physical locations for prospective employees to be present there but rather 
they will be at their respective locations to participate in virtual interviews. This also saves the 


prospective employees ample time to prepare for the upcoming interviews since they are not 
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required to be present at the organizations premises to participate in the selection interviews and 
this also prevents tardiness on the side of the respective employees as a result of excessive 
traffic, unexpected breakdown of the vehicles, among other, provided they have access to the 


internet and has strong connectivity to logon to the platform that is being used for the interview. 


It is also cost-effective to recruit using online recruitment tools. As Dworkin et al., 
asserted, the benefit if the digital era is to recruit quickly and inexpensively. Therefore, it will be 
more cost effective if organization are able to utilize the online recruitment tools/platforms 
effectively. For instance, when an organization decide to use their website to recruit, the cost 
involve will be less since the organizations website is already in existence so all that needs to be 


done is to place the job notice at their website with little or no cost. 


Moreover, using online recruitment platforms can provide access to the reach of 
global/international knowledge, skills. As Khillare and Shirsale, 2017 asserted job applicants do 
not limit themselves to their respective geographical areas and thus when there is that can be 
grabbed, these employees will go for it irrespective of their geographical location. This provides 
an avenue for the organization to recruit qualified employees either from their local district, 
country, region or other continents provide the said prospective employee has the right 
knowledge, skills, abilities and other characteristics that is deemed fit for the organization. Also 
the local labour market may lack qualified applicants who meet the criteria for selection of the 
organization that is recruiting. Therefore, such organization will to the global labour market to 
recruit those who meet the criteria for selection. Again when organizations use traditional 
recruitment and selection methods, they are restricted to a particular district or their local radio or 


TV are usually used for broadcasting the job opening. This will prevent other qualified 
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applicants from other countries, regions, or continent to apply for the job because in their 
country, region or continent they do not have access to that radio or TV channel. Meanwhile if an 
online recruitment method was used to advertise and recruit qualified applicants all these 
restrictive barriers won’t count. LinkedIn for instance is not restricted to any country, region or 
continent therefore when organizations place a job opening at their LinkedIn page, hence all 
prospective job seekers who follow that organization on LinkedIn will be notified and can they 
can turn in their CV and their cover letter to apply for the job. Although some of the social 
networking sites has restrictions to countries, regions, or continents but that does not mean that 
there is no way to overcome this restriction. For instance, there are a lot Virtual Private Networks 


(VPN) applications and software that provides users means to overcome these restrictions. 


Online recruitment provides a reduction in administrative activities. Mainly because 
online recruitment eliminates a lot of paperwork (Brandão, et al., 2017) in the traditional 
recruitment process. When organizations decide to use ATS, Social Media Platform (LinkedIn or 
Facebook) or organizations website, they usually provide a link or space where the prospective 
job applicant will submit their CV and cover letters. And this link or space are designed or 
programmed to perform the task of screening applicants and separating the unqualified 
applicants from the qualified ones by using key words or phrase in their CV to classify them. 
From her the recruiters will screen the qualified applicants and schedule a selection interview for 
the qualified ones which intern will make the whole recruitment process easier and quicker as 
compared to the traditional recruitment methods. Comparatively, when the traditional 
recruitment is used, to screen the qualified applicants from the unqualified applicants which 


increases the difficulty of the recruitment process by the organization. Patton, 2021 also noted 


37 


that organizations are using online recruitment methods especially in this era of global COVID 
19 pandemic. So this reduces overcrowding and the spreads of the virus since the applicants 


won’t meet physically for their selection interviews. 


Online recruitment methods also provide a great avenue for attract passive jobseekers 
who have the right qualifications into the organization. According to Dharmija, 2012; Salifu, 
2019, the availability of the internet has cause passive job seekers who are not actively looking 
for job to have access to job posting online and apply for these jobs especially when it comes 
with compensation packages that are very attractive and tempting. In addition to that, the fringe 
benefit of the job position acts as motivator for most passive job seekers to apply for the job. 
And these passive job seekers normally have ample work experience because most of these 


applicants are normally working before applying for the job. 


3.5 Limitations and Suggestions for Future Research 


Due to the global COVID 19 pandemic, we couldn’t collect primary data from 
organization to test the accuracy of our model. Therefore, future research should be conducted to 
test the model proposed in the study. Furthermore, we propose that the researchers use 
quantitative research instead of qualitative research when conducting the study with at least 150- 
200 respondents with managerial positions in an organization. 

Future studies should try to educate recruiters on how they can use other SNS (Social 
Media platforms to reach out for more applicants. This is in line with the study of Abdul-Latif et 
al., 2019 that respondents (77.80%) view Facebook, Twitter and Instagram as personal platforms 


and should not be used for professional and recruitment purposes. Abdul- Latif et al., 2019 
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cautioned that companies wanting to hire, on the other hand, should be wary of dismissing 
personal social networking sites as a means of reaching out to qualified applicants, particularly 


those with a strong interest in and competence in technology. 


Finally, future research should focus on how developing countries can improve their 


involvement in Online Recruitment, preferably in some West African countries like Ghana. 
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